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Abstract

Establishing and maintaining a viable worksite health promotion and wellness
program is a problem that many organizations face today. The problem is not necessarily
one of implementation, but of developing an organizationd culture thet fodtersit.

Organizations who provide effective programs go beyond the implementation
phase, documenting the outcomes of hedlthy lifestyle changes by thoseindividuds. The
interna culture of the organization supports changes through its misson, core values,
policies, medica benefit plans, employee assistance programs, and occupationa safety
and hedth divisons. Externdly, these organizations go beyond the wals of their
company into the community, pogitively influencing the socioculturd, legd, and
economic factors for the individud.

According to the 1992 Nationd survey of worksite health promotion activities
(US Department of Health and Human Services, 1992), 81% of dl organizations offer
some type of hedlth promotion and wellness programs for their employees. These
programs are primarily targeted to the individud in three areas. (1) increased awareness,
(2) assiging in lifestyle change; and (3) cresting an environment thet is conducive to
hedthy lifestyle change.

The purpose of this study was to conduct an Omaha Fire Department (OFD)
Cultural Audit examining the relationship between the attitudes of the OFD
adminigtration and the OFD employees toward the worksite wellness programs and the
“culturd” support that the organization provided. This study helped to answer the

following three research questions:



1. Will the OFD employees perceive that their organization creates opportunities
for and supports worksite wellness programs and health promotion, as
demondtrated by the results of the OFD Culturd Audit?

2. What impact do specific organizationa gods have on the “culturd climate’
supporting healthy behaviors as perceived by the OFD employees, as
demongtrated by the results of the OFD Culturd Audit?

3. Will the OFD employees perceive that the OFD organization extendsits
support of hedth and wellness beyond the organization into the generd
community, as demondirated by the results of the OFD Culturd Audit?

The design of this research was a non-experimenta study, using descriptive-
comparative and exploratory methods. This study provided thisinvestigator with results
that led to recommendations based on the results of the survey and suggested literature.
The five recommendations addressed are in the areas of (1) physicd hedth, including
physicd conditioning; (2) the individud’s responsibility to the overal good hedth of
their family, their co-workers, and the generd community; (3) self-respongibility for a
positive dtitude toward their job and their community, a strong sense of support and
goodwill for the generd community; (4) job stress and stress management; and (5) the

responsbility of the OFD to create a culture that respects, vaues, and supports al people.
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INTRODUCTION

The Problem

Edtablishing and maintaining a viable workste hedth promation and wellness
program is a problem that many organizations face today. The problem is not necessarily
one of implementation, but of developing an organizationd culture that fostersit. Oncea
worksite health promotion and wellness program has been initiated, it will not succeed if
the organization does not embrace and support both the internal culture and externd
factors for individud lifestyle changes (Dgjoy, 1995; Wilson, Holman, & Hammock,
1996).

Organizations offer hedth promotion activities for a variety of reasons, most of
which are designed to support the individua or the organization. Organizations who
provide effective programs go beyond the implementation phase, documenting the
outcomes of hedthy lifestyle changes by those individuas. The internd culture of the
organization supports changes through its misson, core values, policies, medical benefit
plans, employee assistance programs, and occupationd safety and hedth divisons.
Externdly, these organizations go beyond the walls of their company into the
community, postively influencing the socioculturd, legal, and economic factors for the
individua (Dgjoy, 1995; Wilson et d., 1996).

According to the 1992 Nationd survey of worksite hedth promation activities
(US Department of Hedlth and Human Services, 1992), 81% of dl organizations offer
some type of health promotion and wellness programs for their employees. These

programs are primarily targeted to the individua in three areas: (1) increased awareness,



(2) assiging in lifestyle change; and (3) creating an environment thet is conducive to
hedlthy lifestyle change. Key components addressed in these programs include:

1. Preventive hedth, which includes activities such as hedlth fairs, blood
pressure screening, cholesterol testing, cancer screening, physicals, CPR
classes, sAf-help preventative education kits, immunizations, and other reated
hedlth information.

2. Nutrition and weight control, which helps educate the individud in nutritiond
assessment, welght loss, cholesterol programs, heathy cooking seminars, and
body fat tegting.

3. Cardiovascular fitness, which includes fitness testing, cardiovascular risk
appraisa exercise, body fat testing, and on-site fitness centers.

4. Behaviord and mentad hedth management, which encompasses such activities
as dress management classes, time management, lifespan development
courses, hedthy aging programs, safe sexual behavior practices, Srategiesto
enhance job satisfaction, safety programs, and employee assstance programs.

5. Smoking cessation which includes risk assessment, pulmonary testing,
behavior modification, no-smoking areas, and a smoke-free worksite.

6. Alcohol avareness and drug education is an intertwined socid and hedth
problem, critica to al worksite hedth promotion programs. Employees
suffering from acoholism are estimated to cost the United States $20 billion
annuadly in logt productivity (Green, 1990). Modd programs combine both

awareness and trestment when addressing alcohol and drug use and misuse.



7. The concept of spiritudity and spiritua well-being has been linked to spiritud
hedth and growth for the individua, helping them in successful adaptation to
life and finding purpose in their life. Worksite hedlth promotion can offer
programsthat help the individua develop a sense of security and direction to
persond and professond gods, growing and meeting new challenges, and
achieving their own spiritud perception (Anspaugh, Hamrick, & Rosato,
1991).

These areas describe the components of a comprehensve and holistic worksite
hedlth promotion and wellness program. The main objective is to encourage people to
participate in heglthy behaviors for life-long wellness. Organizations can support this
through their efforts both a the worksite and in the community.

The employees of the Omaha Fire Department (OFD) have participated
informdly in worksite hedth promotion and wellness activities for goproximeatdy 15
years (Wagner, 1994). Seventy-two percent of the employees responding to his 1994
survey reported adightly greater interest in a healthier worksite than in a previous survey
in 1991 (Graeve, 1991). Almost 50% reported that they participated in regular exercise,
were about the right weight, made an effort to eat healthy, and received adequate deep.
Eighty-two percent sdlf-reported their physical hedth status as good to excdlent. Sixty-
seven percent fdt that the organization should support a formalized worksite wellness
program for them.

From the results of the 1994 survey, Wagner, who represented Omaha Fire
Department management as the Wellness Coordinator, met with the OmahaFire

Department Chief and the Omaha Fire Department Union Officers to formulate an



evduative plan to initiate aforma worksite wellness program. The target date for thisto
begin was the end of 1996. This group took the comprehensive approach to worksite
wellness, incorporating activities, policies, and decisons related to the hedth of its
employees, their families, and the community & large. The main outcome of this
endeavor was to adopt along-term worksite hedlth promotion plan that would have both
organizational support and “weave’ wellnessinto the culture of the organization.
The Purpose

The purpose of this study was to conduct an OFD Culturd Audit examining the
relationship between the attitudes of the OFD adminigtration and the OFD employees
towards the worksite hedlth promotion and wellness programs and the “cultural” support
that the organization provided.

Methodology

A survey questionnaire was used as the method of data collection for this research
study (see Appendix A). The questionnaire was developed by Wagner (1996) using the
consultation services of anationally known expert in worksite health promotion and
wellness programming (Ryan, 1996). The questionnaire conssted of a 20-item, 5 point
Likert type scae. It reflects abroad dimension of culturd climate related to worksite
hedlth promotion and wellness programs. The survey was conducted in May of 1996,
prior to the forma wellness program implementation. The design of thisresearchwasa
non-experimenta study, using descriptive-comparative and exploratory methods. The
data was andyzed using the mean and frequency. Results, discusson and implications,

and recommendeations were based on the analysis of the data.



Research Questions

This study was guided by the following research questions:

1. Will OFD employees perceive that their organization crestes opportunities for
and supports worksite wellness programs and health promotion, as
demongtrated by the results of the OFD Culturd Audit?

2. What impact do specific organizationa gods have on the “culturd climate’
supporting hedlthy behaviors as perceived by the OFD employees, as
demondtrated by the results of the OFD Culturd Audit?

3. Will OFD employees perceive that the OFD organization extends its support
of hedlth and wellness beyond the organization into the generd community, as

demongtrated by the results of the OFD Culturd Audit?

BACKGROUND AND SIGNIFICANCE

The Nationd Fire Academy’ s Executive Planning course requires aresearch
project as part of the requirement for completing this class. Chapter 7 in the Executive
Leadership class discussesin grest detail the assessment of organizationd culture.
Chapter 3 of the Leadership course, which discusses leadership, and Chapter 7, are
clearly areasthat relate to the need to create a worksite wellness and hedlth promotion
program.

The bads of aworksite wellness and hedlth promotion program, whose gods are
to provide a hedthier lifestyle and alonger and more enjoyable life for employees, has
been documented in the literature by numerous studies. Additionally, these programs

may provide a considerable cost savings to organizations if employees have reduced



injured on duty (I0D), sick leave, and costs related to behavior-induced diseases. These
benefits were shown in the Birmingham Fire Department health and fitness promotion
study that was completed after three years (Hilyer, Brown, 1992). The results showed
dramatic improvement in aerobic and anaerobic training, smoking cessation, seat belt use,
reduced hours of sick leave and injured on duty, colorectal cancer screening, condom use
for protection from sexualy transmitted diseases, and the decreased use of tobacco. No
cost saving to the organization was projected by this study.

The implementation of a successful worksite hedth and wellness program is of
great importance to the Omaha Fire Department (OFD) based on this significance and
background information. The OFD administration recognizes that to accomplish this, a
corporate culture must be devel oped to foster, encourage, and maintain a qudity-based
plan. At the present time this cultura development is being created through the efforts of

the OFD management and the firefighters union.

LITERATURE REVIEW

Over thelast ten years more attention has been given to the importance of cregting
aworksite hedlth and wellness program for fire departments around the country, aswell
as many large and small businesses in the private sector. Many of the studies done took
place in the private sector. However, the results can be applied to fire departments for
amilar results as seen in the Birmingham Fire Department tests.

Preventive hedth is the first of seven mgor components that make up aworksite
hedlth and wellness program. To understand worksite hedlth and wellness programs one

must first understand the various components and how they combine to create the totdl



program. Each isimportant and should be addressed. Cholesterol screening is one of the
first important areas of preventative hedth. Bailey’s study (1990) included subjects who
were educated on the important differences in food types and what hedlthier egting
should congist of. Participants were tested prior to and after a 12-month program. A
ggnificant improvement was found in reducing cholesteral in their diet. This study

showed that participants benefited in short-term testing. According to the American
Journa of Health Promotion (1996), studies are underway to develop conclusive
evidence about a causd relationship between worksite nutrition and cholesterol

programs. The purpose of the studiesis to provide more solid evidence of the long-term
benefits between good nutrition habits and a hedthy cholesteral level.

Nutrition and weight contral fall into another category rdaing closgly to
preventative hedlth. Jeffrey, Foster, French, Elder, Lando, McGovern, Jacobs and Baxter
(1993), found in their study that worksite intervention for weight control crested a
successful outcome where the average weight loss was 4.8 pounds for 2,041 participants.
In addition to improving their hedlth, this program showed cost effectiveness. Reynolds
Electricd and Engineering (1993), in their Stay Alive and Wdl Program, found smilar
results. Their program cost $72.24 per employee with over 800 participating. These
participants sgnificantly lowered cholesterol levels, BP and weight, and experienced
21% lower lifestyle related claim costs than nonparticipants with a benefit to cost ratio of
$1.68 to $1.

Blood pressure (BP) screening is another preventative health indicator. 1n 1996,
Union Pecific Railroad implemented a persond hedlth management program to its 28,000

employees. This program resulted in net savings of $1.26 million. These participants,



mostly blue-collar workers, lowered their cholesterol levels by 34% and lowered their
risk of high BP by 45%. Othersin the study moved out of the at risk range for weight
problems by 30%. Additiondly, 21% of the participants stopped smoking. This program
showed significant results in employees improving their nutrition and weight control. In
organizetions Smilar to this, where the adoption of programs has provided an opportunity
to test and show positive results benefiting the employee and the company, a healthy
worksite “ culture” environment is created.

Smoking cessation programs are one of the oldest and most familiar programsin
worksite wellness. The success of these programs has shown benefits to the participants
inavery short time. A well-designed program that supports the smoker in hisher
attempt to stop smoking can be successful ( Hilyer et.d, 1992). There was a significant
decrease from 38% to 31% in smokersin that test group. Bdlingham's study (1987) on
aggregate risks and associated costs for cancer and heart attacks over two years found
that the participants reduced their health risks, increased physica exercise, and decreased
smoking during the comprehensive two year program. Thisinvestigator reported a
potentid significant cost benefit of $312 million to the company if dl 100,000 employees
would have participated.

The research targeting smoking cessation programs at the worksite have indicated
that they are not only effective in cost reduction for health care, but aso provide a better
and hedlthier lifestyle for the participants (Wilson, Holman, and Hammock, 1996). One
of the short term results found by Fielding (1982), was that people who participated in a
smoking cessation program in aclinica setting achieved an abstinence time of Six to

twelve months and reported high leves of satisfaction with this success. According to



this investigator, this rate of success waslargely due to the commitment of the company
in providing opportunities to quit or reduce smoking. It was determined in this study thet
smoking cessation groups are cost-beneficia and should be funded by employer
investment dollars with repect to return on investment.

There have been many studies on exercise and fitness over the years. Research
has shown that regular exercise (three or four times aweek) can reduce therisk of death
from some diseases such as heart disease and cancer. Physicd activities have generdly
been reported as beneficia to the participantsin other areas aswell. Hagen (1997)
studied the impact of exercise and fitness on cardiovascular conditioning in men. The
study showed significant benefits when these men exercised three to four times aweek.
One benefit was the increased ability of the heart to pump blood and decreased resting
heart rate. It was found that the heart pumped more blood with less effort, it improved
cholesteral leves, lowered blood pressure, particularly in men with mild hypertension,
and relieved dress. An overdl sense of well-being was also reported. Lahey (1995) adso
reported the benefits of exercise by participants. He supported the findings of Hagen and
additionaly showed a postive effect for women. Women showed the benefits of reduced
chances of osteoporos's, as well as coronary heart disease. These studies both emphasize
the need to exercise regularly and make it a part of one' sweekly lifestyle.

Ostrow (1997) reported on the study of testing done by UCLA physician James
Barnard. The sample studied firefighters who had participated in regular exercise and
fitness programs for four years.  Results showed that the firefighters fitness scores went
from a 38.6 percent poor leve of fitness from to a 12.7 percent poor level. After another

year thisleve dropped to 9.0 percent. According to Ostrow, this increased fitness level
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resulted in increased endurance and decreased susceptibility to fatigue during
firefighting.

Within hedlth promotion, cohol use is another magor concern of worksite
wellness. The consumption of acohol is made by choice. Most adults are able to
consume dcohol in asocid environment without Sgnificant or negative impact or
consequences. There are, however, anumber of people who are not that fortunate and the
ravages of acohol affect them, their families and their work. Alcohol dependence, or
acoholism, is usudly described as a progressive disorder according to (Roman & Blum,
1991) Itisdso clear that there are different levels of dcohal related problems from
problem drinking to severe adcoholism. Regardless of where a person is with respect to
an dcohoal problem, there are serious negative impacts that result. Employers concerns
with the affects of drinking rdate to illness resulting in higher hedth care codts, poor
work performance, and increased absenteeism. Based on these concerns Kishchuck
(1994) indicates that if aworkplace oriented educationa program is designed to ater
drinking behaviorsin hedthy and socidly responsible directions, a positive outcome can
occur. He found amodest impact on subjects in acohol education program in terms of
desirable attitudes, increased sdalf-control over drinking, and reduced consumption. It was
aso noted in this study that those receiving nutrition education aso dtered their drinking
behavior in the desired direction, athough changes were more modest.

The overdl findings for the area of acohol abuse suggests evidence and some
conclusive evidence that worksite interventions, including core components of employee
assistance programs, are affective in rehabilitating employees with acohol problems.

There is suggestive and conclusive evidence that worksite wellness and training directed



toward acohol problems affect the attitudes of supervisors and employees for reasonable

periods after the completion of training. The concluson to their findings is thet

intervention directed at reducing acohol-related problems appears to be a sound strategy.

Spiritua well-being is a very important aspect of aworksite wellness program.
Spiritua well-being is andogous to the presence of spiritud hedth in the individua
(Blazer, 1991;Burkhardt, 1989; Kirschling & Pittman, 1989). It integrates the aspect of
human wholeness and is characterized by meaning and hope.

Spiritud growth is a process, encompassing the dimensions of sairitudity,
spiritud well-being and spiritud hedth, in which the individua growsin two directions:
horizontally and verticaly (Stall, 1989). Horizontaly, the individua may experience
sdf-growth and cultivate rdaionships with others. Verticaly, theindividua may move
closer to ardationship with a Higher Power, Ultimate Other, or Supreme Being. The
individua’ s spiritud growth may become hindered from experiences that lead to negeative

fedings or thoughts, or adverse physical health conditions and life Situations.

PROCEDURES

The purpose of this study was to conduct an OFD Culturd Audit examining the
relationship between the attitudes of the OFD adminigtration and the OFD employees
toward the worksite hedlth promotion and wellness programs and the “cultura” support
that the organization provided. The subjects used for this sudy were arandom sample of
230 officers and firefighters of the Omaha Fire Department. The results, based on the
urvey questionnaire, dong with an andysis of the literature, helped to design specific

drategic recommendations to establish a worksite wellness program and develop a
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corporate culture needed to nurture and continue viable worksite hedth promation among
its people.

An andysis of the current literature relative to worksite wellness programs and
the corporate culture of the organizations that initiated these programs were evauated in
preparation for thisresearch. Following the evaluation of the survey results and the
literature review, specific recommendations were conceptudized for designing aworksite
wellness program for the Omaha Fire Department.

The survey questionnaire was a culture audit developed by thisinvestigator, with
the help of anationd expert in the area of Worksite Hedth Promotion (Ryan, 1996). It
measured the current attitudes of OFD employees and strategies used by the Omaha Fire
Department Adminidration. It was administered to 230 officers, firefighters, and
administrators with arange of oneto 35 years of service. The literature review and the
Omaha Fire Department survey were the basis for the find recommendations.

Assumptions and Limitations

It is assumed that al repondents answered truthfully. It isalso assumed thet dl
of the respondents understand what a worksite wellness program consists of and the
purpose of such a program.

There were severd limitationsin the sudy. A smdl sample size (=244 out of
550 personnel) wasthefirst. Second, dl firefighters did not have an opportunity to
respond to this survey threatening internd vaidity. Because this was a unique group of
cohorts sudied, and asmadl “n” sze, it limits generdizability of the sudy to Fire

Departments as awhole.



RESULTS

The subjects surveyed through questionnaire format were 230 Chiefs, Captains,
and Firefighters of the Omaha Fire Department. Ninety-seven percent (97%) returned the
survey, or atota of 224 surveys, were returned and used. After athorough analyss of
the survey, the results were summarized and gpplied to the research questions of this
study. These are reported as follows.

Research question one asked if the OFD employees would perceive that their
organization creates opportunities for and supports worksite wellness programs and
hedlth promotion. Survey results of questions 1, 2, 3, 4, 6, 8, and 20 relate to research
guestion one and are asfollows:

Survey question one asked if the OFD recognized the potentid to injury or
disease and provided education and equipment that would help in their
protection. The response showed that elghteen percent (18%) strongly agreed
(n=41). Fifty four percent (54%) agreed (n=120). Seventy two percent (72%)
of respondents to question one agreed the OFD recognized the potentia for
injury and provided the education and equipment for their protection.

Survey question two asked if the OFD encouraged the employee to stay
physcdly fit. Sixty percent (60%) either disagreed or strongly disagreed to
this question.

Survey question three asked if working at the OFD helped the employee keep
track of their blood pressure. Forty nine percent (49%) either disagreed or

strongly disagreed.
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Survey question four asked if the OFD expected the employee to take good
care of himsdf/hersdlf. Thirty nine percent (39%) agreed or strongly agreed
while thirty-five percent (35%) were undecided.

Survey question sx asked if the OFD cared about the employee’ s stress level.
The response was consistent with questions two and three in that the mgority
felt that the OFD did not. Forty-one percent (41%) disagreed and eighteen
percent (18%) strongly disagreed.

Survey question number eight asked if the OFD expected the employee to
come to work rested and have a podtive atitude. A totd of seventy four
percent (74%) either agreed or strongly agreed with this statement.

Survey question 20 asked if the employee would like to see aforma wellness
program started by the OFD. The response was very strongly in favor of this
with fifty two percent (52%) strongly agreed and twenty-nine percent (29%)

agreed.

Based on the survey questions and the literature, it is clear the firefighters want a
worksite wellness program and their overal responsesto survey questions 2, 3, and 4
strongly support the need for this program.

Research question two asked what impact specific organizationa goas had on the
“cultura climate” supporting hedlthy behaviors as percelved by the OFD employeesasa
result of the OFD cultura audit. Survey questions 9, 10, 11, 12, and 13 related to this

research question and results are as follows:
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Survey question nine asked the employee if it was the norm to be capable and

to handle respongibilities assigned to the employee. Nineteen percent (19%)

strongly agreed and seventy percent (70%) agreed.

Survey question ten asked if it is expected at the OFD that | solve problemsin

awin-winway. Forty percent (40%) agreed or strongly agreed, twenty-two

percent (22%) disagreed or strongly disagreed, and thirty nine percent (39%)

were undecided.

Survey question deven asked if employees were encouraged to bring new

ideas to work. Thirty five percent (35%) were undecided while forty-one

percent (41%) disagreed.

Survey question twelve asked if their work schedule provides sufficient

opportunities for rest and relaxation. Fifty percent (50%) agreed with that

gtatement while fifteen percent (15%) strongly agreed.

Survey question thirteen asked if it is expected at the OFD that lifelong

learning be pursued. Forty six percent (46%) agreed while twenty-two (22%)

were undecided. Twenty-nine percent (29%) disagreed or strongly disagreed.

Research question three asked if the OFD employees perceived that the

organization extended its support of hedth and wellness beyond the organization and into
the community. The results of survey questions 5, 7, 14, 15, 16, 17, 18, and 19 helped
answer this question.

Survey question five rdlaed to this when it asked if the employee was

expected to contribute to the good hedlth of their family, co-workers, and the



community. Forty-one percent (41%) agreed or strongly agreed, while thirty-
two percent (32%) disagreed or strongly disagreed.

Survey question seven asked if the OFD supplied essential gppliancesto help
support hedthy nutritiona habits. Fifty four percent (54%) either agreed or
strongly agreed while eeven percent (11%) were undecided. Thirty-five
percent (35%) ether disagreed or strongly disagreed.

Survey question fourteen asked if the OFD supported the employeein
maintaining a sense of baance between work, family, and the community.
Twenty-eight percent (28%) strongly agreed or agreed and forty-four percent
(44%) strongly disagreed to disagreed.

Survey question fifteen asked if the OFD appreciated and vaued people of dl
backgrounds. Forty-one percent (41%) agreed to strongly agreed, thirty
percent (30%) disagreed to strongly disagreed and thirty percent (30%) were
undecided.

Survey question sixteen asked if the OFD has a strong sense of support and
goodwill for the community. The response was strongly agreeing with twenty
two percent (22%), and sixty three percent (63%) agreeing (total of 85% in
some agreement).

Question saventeen asks if the OFD respects the cultura diversty of dl
people. A tota of sxty three percent (63%) either agreed or strongly agreed

with this satement.
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Survey question elghteen had atotal response of fifty Six percent (56%) who
either agreed or strongly agreed when asking if the OFD supports the cultura
backgrounds and traditions of al people.

Survey question number nineteen asked if the OFD encouraged the
development of partnerships to accomplish organizational goas. Forty-9x
percent (46%) agreed or strongly agreed. It isimportant to note that only

twenty percent (20%) disagreed or strongly disagreed with this question.

DISCUSSION

Basad on the results of this survey and review of the literature, it is encouraging to
see that the Omaha Fire Department is moving towards creating a workforce more aware
of the need for atotal wellness worksite program. This convenience survey indicates
that the rank and file firefighter and the OFD management, as ateam, are beginning to
develop awellness culture. The results of a previous 1994 survey, used by Wagner,
helped in the formulation of a plan by the OFD Fire Chief and the OFD Union Officers.
The purpose of this evauative plan wasto initiate aformal worksite wellness program.
The target date for this to begin wasthe end of 1996. As stated previoudly, this group
took a comprehendve gpproach to worksite wellness incorporating activities, policies,
and decisons rdaed to the hedlth of its employees, their families, and the community at
large. The outcome of this endeavor was to adopt along-term worksite hedth promotion
plan that would have both organizationd support and weave wellness into the culture of

the organization.



The results of this survey show that the attempt to change the culture of the OFD
has not been entirely successful. One example is the behavior of exercise. Question two
asked if firefighters thought the OFD encouraged the personnd to stay physicdly fit.
Sixty percent (60%) either disagreed or strongly disagreed. Y et, dmost eighty percent
(80%) of those surveyed agreed or strongly agreed that they wanted aforma wellness
program. Thisisan indication that personne indicate a desire for programming related
to exercise.

The OFD appears to be nurturing a culture where employees have a poditive
regard to the concept that the employee is expected to contribute to the good hedth of
their family, other co-workers and the community. Question five related to this, with
forty-one percent (41%) agreed or strongly agreed. Twenty-Six percent (26%) were
undecided and thirty-two percent (32%) disagreed or strongly disagreed. Although this
response was not overwhelming, it indicates that subjects felt more responsibility. Thisis
one area that the OFD can improve on.

Quesgtion nine indicated a positive response when the employees were asked if it
was the norm to be capable and handle the responsibility assigned to them. Eighty-nine
percent (89%) agreed or strongly agreed. This response exemplifies the cultural direction
the OFD wants. This result was encouraging as it showed such alarge percent of the
OFD personnel fed shared respongibility-thisisacritica part of building astrong

organizationd culture.
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RECOMMENDATIONS

Asthis study followed the action research method, this author has chosen to list
the recommendations based on the results of the survey and suggested literature. These
recommendations will include suggestions for the implementation of worksite wellness
programs as well as the development of a culture that will foster and support such
programs within the OFD.

1. Phydca hedth, induding physicd conditioning, is one of the main essentidsto
maintaining a qudity firefighting team. The OFD management should foster and
support physicd fitness as atop priority for eech individud. Alarmingly, this sudy
found that sixty percent (60%) of the subjects felt that the OFD *did not encourage its
personnel to stay physicaly fit.” Based on these results, the first recommendetion is
for increased top management support for al employeesin the area of physica
fitness. To hdp initiate this recommendation, each fire Sation should be fully
equipped with the appropriate anaerobic and aerobic equipment. Mandatory physica
conditioning programs a the worksite should be routine and compliance testing and
measuring for physica conditioning should bein place, even for top management.
The benefits of exercise need to be part of the physica educationa programming.
Incentives and “team” gaming could be additiondly utilized as encouragersto
maintenance gods. The outcome god of this recommendation is for 100% of the
OFD to report in the future that the “culture” of the OFD isfor each individud to stay
physicdly fit.

2. Recommendation two is related to the survey questions, including number 5, that

relate to the contribution of each OFD individuas responsihility to the overal good



hedth of their family, their co-workers, and the generd community. Only forty-one
percent (41%) agreed with this. The OFD culture would like to fed that 100% of its
people would fed they have some respongbility to the hedlth of dl. Awareness,
perceptua change, and call to action are the recommendation for this outcome. Good
hedlth for dl could begin with actions thet firefighters take, both individualy and asa
group, within community hedth activities. Participation in community hedth fairs,
opening up the fire ations on aregular basis for preventative screenings and hedlth
education sessons, and participation in public spesking for hedth related events are
just some actions that need to be expected by the OFD management and staff. Top
management needs to expect 100% participation of each firefighter for some action
toward community hedlth throughout the year. 1t should be documented and
incorporated into the performance plan of each individud.

. Theresults of this study showed that the mgority of firefighters had a strong sense of
sdf-respongbility, were expected to and did have a postive attitude toward their job
and their community, and felt a strong sense of support and goodwill for the genera
community. Recommendation three capitdizes on these exemplary qudities of the
OFD people. This recommendation isfor the OFD to stress these positive qualities
more in their day to day workings and interactions with others. Decison making,
communication, negotiation, and other human relaion interactions can al benefit by
these qudities. Individuas need to be given feedback when using these qudity kills,
for thisis the backbone of workplaces that have shared governess and positive
organizationd srength. Only a grester goodwill is the outcome if this

recommendation takes hold into the fabric of the culture.



4. Stressispart of one slife, isinevitable, and must be present for growth and baance
of theindividua. Digress can be harmful and damaging to the individud, the
organization, and the community a large. Agan, it was“darming” to this
investigator that only fifteen percent (15%) of the subjectsin this study felt that the
OFD cared about their stress and distress level. Recommendation four relates to
changing that perception by having top management incorporate activities related to
stress management at the worksite for al. The OFD does contract with an outside
agency as one of its resources, an Employee Assistance Program (EAP). They will
begin utilizing this agency to offer stress management programs. They will dso
direct managers to help identify those individuals who appear to be distressed and

send them for additiona coaching and assistance when it appears needed.

Management will be further trained on those skills necessary to help others appearing
to be more than stressed and are on the verge of distress. Resources will be reviewed

and posted to help in thisregard. Mandatory stress management workshops should be

offered regularly, with the curriculum including time management, hedlthy
communication, negotiation, and the ability to solve problems with othersin a“win-
win” manner. Sixty-one percent (61%) of the subjectsin this study reported that

problem solving should be “win-win” for dl. Implementing this recommendation

should help al OFD personne develop and maintain the skills to handle the stressors

of their lives and maintain a better sense of baance overal.
5. The OFD top management has a responsibility to create a culture that respects,
vaues, and supports dl people. The results of this survey showed some surprisingly

negative responses related to those topics. Only forty-one percent (41%) of the
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subjects fdt that OFD vaued the diversity of people; sixty-three percent (63%) felt
that OFD respected others; fifty-six percent (56%) felt OFD supported the culture;
and forty-seven percent (47%) felt OFD had developed a sense of community
partnership. Thisinvestigator fedls these should be 100% and need to be addressed
from the top down. From these results, it is gpparent that the management is not
“walking the talk” that is necessary for the topics of repect, values, and support of al
people. Therefore, the last recommendation isto develop, build, and maintain a
culture that incorporates these components into its mission, core vaues, critica
success factors, and outcome measurements. To help with the development of
respect, vaue, and support, interventions will be targeted beyond knowledge to
actions. Diversity education must be supported and mandated with action plans,
where individua performance is monitored for pogtive change. Inappropriate
behaviors and actions must be identified swiftly and dedlt with immediatdy-with the
outcome aways trying to “reframe’ that individua’ s gpproach in positive manners.
It must be a“top management call to action.” Thiswill be the hardest
recommendation to change within a culture. But it isthe mogt criticd, as basic
respect and vaue of al people must happen before other healthy behaviors can occur.
A 100% outcome should always be the striving force, asthiswill “weave’ the threads
into the fabric of the organization that is trying to maintain a hedthy workplace.
These recommendations are the basis for creating a culture that encourages successtul
worksite wellness programs for the Omaha Fire Department. As these programs
continue, they need to be assessed and evaluated to provide outcomes that are desired.

Congtant monitoring is key to the success of the programs. Changes in employee needs,
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culturd diversity, lifestyle and economics will bring about the need for updating any
worksite wellness programs in order thet it maintainsits viability with the employees. A
worksite wellness program that is constantly monitored for successful outcomes will help

to meet the needs of the fire department and the community.
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3. Working at the OFD helps me keep track of my blood pressure,

5. Itis expected at the Omaha Fire Department that T contribute to the good

10.
11.
12.
13.
14,
15.
16.
17.
18.
19,

20.

. Itis expected at the Omaha Fire Department that I take good care of my health.

+ The Omaha Fire Department genuinely cares about my stress level,

. The OFD provides essential appliances (stove, refrigerator, microwave, oven)

. At the OFD, it is expected for me to come to work rested and have a positive attitude.

. At the OFD, it is the norm to be capable and handle the responsibility assigned to me.

DIRECTIONS INSTI-SURY

NATIONAL \
THANK YOU FOR TAKING TIME TO gggﬂ%uh;lrgn @
COMPLETE THIS EVALUATION. PLEASE

RESPOND TO THE FOLLOWING STATEMENTS
ABOUT THE PROGRAM BY MARKING THE
APPROPRIATE SPACE AT THE RIGHT.

PLEASE USE A NO. 2 PENCIL

STRONGLY DISAGREE
DISAGREE

UNDECIDED

AS I SEE IT;

: STRONGLY AGREE
- The Omaha Fire Department (OFD) recognizes the potential to injury or disease and :
provides education and equipmen t will help in my protection. ©® ® ©® l
. The Omaha Fire Department encourages me to stay physically fit. @ © ©® ©®

health of my Family, other co-workers and the community,

in an effort to help me support healthy nutritional habits on the job.

It is expected at the OFD that 1 solve problems in a win-win way.
It is encouraged at the OFD that I bring new ideas to work.
My work schedule provides me with sufficient opportunities for rest and relaxation.

It is expected at the OFD that I pursue life-long learning.

The OFD supports me in developing and maintaining a sense of balance
in my life between work, family and community,

At the OFD, it is normal to appreciate and value all people’s backgrounds and traditions.
The OFD has a strong sense of support and goodwill for the community.
The OFD respects the cultural diversity of all people.

The OFD supports the cultural backgrounds and traditions of all people.

The OFD encourages the development of partnerships to accomplish
organizational and community goals.

| personally would like to see a formal wellness program started by the OFD.

NCS Commercial Products Group 1986 By Nz Computer Systems, Inc.  Printed in US.A. Form Number: 72945
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